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Abstract: In the volatile, uncertain, complex, and ambiguous environment (VUCA), employees can
better match the organization and jobs by crafting their job perceptions, work tasks, and relationships,
which is valuable to maintain organizational sustainable competitiveness and promote employees’
personal growth. This study explores the influence mechanisms of job autonomy and work meaning
on employees’ job-crafting behaviors and the moderating effect of perceived organizational change
through a survey of 318 employees in Chinese companies. The results show that job autonomy and
work meaning can promote employees’ job-crafting behaviors by increasing individuals’ harmonious
work passion. The indirect effects of job autonomy and work meaning on employee job-crafting
behaviors through harmonious work passion are stronger for individuals with high perceived organi-
zational change relative to those with low perceived organizational change. Organizations should
concentrate on job redesign to improve employees’ job autonomy and work meaning. A climate of
change should also be created within the organization to keep employees aware of the crisis. Mean-
while, employees should actively use work resources to meet the changing needs of organizational
development and promote individual career development through job-crafting behaviors.

Keywords: job autonomy; work meaning; harmonious work passion; job-crafting behavior; perceived
organizational change

1. Introduction

The technological revolution, artificial intelligence, economic crisis, regional conflicts,
and globalization have brought tremendous challenges to the whole society, and companies
are now in an environment of volatility, uncertainty, complexity, and ambiguity, which
is known as the VUCA Times [1]. In particular, the COVID-19 epidemic in early 2020
accelerated the process of global digitization, during which employees’ work styles and
organizations’ operating ways also changed significantly [2]. Organizations and employees
need to maintain a high level of resilience in order to respond to changing work demands
and market environments. Many employees redefine and craft work content, optimize
interpersonal relationships, and improve their jobs perceptions through spontaneous be-
haviors, which may lead to higher satisfaction and flexibility [3]. As a kind of workplace
proactive behavior, job crafting has received widespread attention from managers and
academics in recent years.

Many studies have confirmed the positive impact of job crafting on employees and
organizations. Employees may achieve a better fit with their jobs and organizations through
continuous self-adjustment, which results in improved job engagement and performance.
Due to job crafting, employees will feel more motivated and well-being at work [4,5]. Orga-
nizations can maintain workforce stability, enhance their ability to cope with uncertainty,
and increase innovation [6,7]. Personal traits, motivational orientation, promotion focus,
task characteristics, social capital and leadership behaviors have been proven to be signifi-
cantly associated with the occurrence of employee job-crafting behaviors [8–13]. However,
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the underlying mechanisms of these factors remain somewhat controversial, especially
in today’s VUCA environment characterized by volatility, uncertainty, complexity, and
ambiguity. Which is more effective in facilitating employee job-crafting behaviors, traits,
environment, resources, or leaders? The context and intrinsic mechanisms of employee job
crafting remain a topic that needs further refinement and in-depth exploration.

Job crafting is concerned with the individual’s initiative to redesign work in the or-
ganization, which is a bottom–up effort to change oneself at workplace [14]. According
to job demand–resource theory, job resources stimulate employees’ work potential and
generate high-level work engagement [15]. Job resources are the initiators of the mo-
tivational process and can significantly predict positive employee behaviors and work
performance. When individuals perceive higher work control, they may have a high sense
of responsibility, which can lead to a positive attitude in the face of opportunities and
adjustments. Employees can gain new skills and acquire new competencies through job
autonomy, which also provides opportunities for personal growth [16,17]. Work meaning
can satisfy the individual’s internal needs for achievement and recognition. Individuals
with high perceptions of work meaning are more likely to experience happiness from work
itself, even when faced with job stresses, such as role ambiguity or role conflict [18,19].
They will have more psychological capital to cope with negative work consequences. Both
job autonomy and work meaning are important positive resources in the organization and
can motivate employees to work with passion. Positive emotions can enhance their abilities
to cope with work demands under time or cost constraints [20], so employees with a har-
monious work passion will trigger individual self-regulation, have higher initiative toward
work, and will proactively adjust work arrangements. Although individuals may perceive
high levels of stress, organizational change is also an opportunity for individual’s career
development and personal growth. Therefore, employees with adequate work support
are more likely to have a positive attitude toward change and to use their resources for
continuous self-improvement [21]. They may turn work stress into work motivation and
develop proactive job-crafting behaviors.

Through a questionnaire survey of 318 employees in Chinese companies, this study
explores the influence mechanism of job autonomy and work meaning on employees’ job-
crafting behaviors and the moderating effect of perceived organizational change. We hope
to use data analysis to discuss measures and scenarios that promote employees’ job-crafting
behaviors in VUCA Times. Meanwhile, we also expect that it can enrich the research about
the formation and mechanism of job crafting.

In this paper, we first introduce the background and value of the study. Then, we
propose the research hypotheses through a literature review. In the research design section,
we introduce the procedure, sample, and measurement of this study. Next, the collected
data are statistically analyzed, and the research hypotheses are verified by IBM SPSS 26,
AMOS 24 (International Business Machines Corporation, Armonk, NY, USA) and Process
3.4 (software developed by Andrew F. Hayes, USA) Then, we present the theoretical and
practical implications based on a discussion of the study’s findings. Finally, we conclude
by pointing out the study limitations and future research directions.

2. Theoretical Basis and Research Hypotheses

Job autonomy is an important dimension in the job characteristics model. It refers
to the extent to which employees organize their own work schedules, determine work
sequence, and use their own initiative or judgment to complete their work [22]. Specifi-
cally, job autonomy involves employees’ control and decisions over work methods, work
arrangements, and work standards [23], which differs from simple freedom, in that it
gives employees the opportunity to make decisions at work and to have a voice in what
they do [24]. Job autonomy is essentially a management practice that delegates authority
and responsibility to employees so that they are thus better able to accomplish their work
goals [25]. In organizations, job autonomy generally has a positive impact on employ-
ees’ work behaviors. It can satisfy employees’ intrinsic needs, help employees to gain a
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sense of control over their work through decision making, and increase their perceived
well-being and work engagement [26,27]. Employees with high job autonomy have more
opportunities to learn new knowledge or skills and experience the intrinsic value of their
work. Employees with less autonomy, on the other hand, are unable to make autonomous
choices about work resources and often fail to feel supported by the organization [28]. Job
autonomy also promotes information exchange and knowledge sharing within the organi-
zation, which has a positive effect on employees’ personal creativity and organizational
innovation [17,29].

Work meaning is a psychological state and subjective perception, which emphasizes
the meaningful and valuable psychological feelings that employees experience in the work-
place. It is an individual’s value judgment of work goals based on personal ideals and
standards [30]. Work meaning reflects the connection between individuals and their organi-
zations or workplaces, including commitment, loyalty, and dedication [31]. It plays a very
important role in motivating employees and has a major antecedent influence on employees’
work engagement. Employees who perceive higher work meaning are more likely to spend
time and effort at work and experience pleasure from their work [32]. The perceived mean-
ing of work makes individuals value learning and growth, which can promote internal
motivation. They have more energy and enthusiasm to perform challenging tasks and
are usually accompanied by higher job satisfaction [33,34]. Individuals’ organizational
commitment and job performance also increase as a result [35]. In addition, work meaning
enables individuals to quickly rejuvenate and refocus on their work in response to stress.
Employees with higher perceptions of work meaning are more prepared for and efficient
with dealing with challenges and can often achieve growth in the workplace [36,37].

Employees will achieve self-transformation by changing work tasks, interpersonal
relationships, and perceptions of job boundaries. This physiological and cognitive change
is defined as job crafting [38]. Berg et al. [39] pointed out that job crafting is an employee
change behavior to align work with their own choices, motivations, and preferences, which
reflects the process of individual-initiated job redesign in the organization. It is a bottom-up
proactive behavior of changing oneself in an organization rather than being pressured by
external forces. Job crafting is therefore also defined as a kind of employee-initiated be-
havior that consists of finding resources, pursuing challenges, and reducing demands [14].
Job crafting involves both cognitive and behavioral shaping: cognitive crafting empha-
sizes individuals changing their knowledge and understanding of work, and behavioral
crafting emphasizes individuals proactive actions to change tasks and relational work
characteristics [40]. Employees balance job requirements, resources, personal abilities, and
needs through continuous adjustment. Job crafting enables work to better meet employees’
unique skills, motivations, and interests [41]. Work qualifications and experiences can affect
job-crafting behaviors, and individuals with rich work experiences and competencies are
more inclined to work with high job control and freedom, and also develop more crafting
behaviors [42,43]. In addition, individuals with proactive personalities are able to mobilize
work resources and change work requirements to fit the work environment and work
boundaries, which results in more job-crafting behaviors, increased work engagement, and
better work performance [41]. Individuals with higher promotion-focus orientation are
more sensitive to positive outcomes and are more likely to achieve satisfaction through job
redesign, which also facilitates employee job-crafting behaviors [13,44].

Parker et al. [45] pointed out that autonomy motivation is the grounds and basis for
employees to realize job-crafting behavior. Individuals are more receptive to change when
they have autonomy in terms of work processes, timing, and methods. If an individual
is able to exert some influence on change, he or she will not feel threatened and can
increase their openness to change [46]. Perceived control and readiness to change can
significantly influence an individual’s job-crafting behavior [47]. Employees with a high
level of autonomy at work are more likely to engage in job crafting and actively explore
person–job fit [48]. Work meaning can enhance an individual’s identification with the
job and the organization, which can strengthen their commitment and engagement [32].
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Perceived work meaning is generally accompanied by high work motivation and initiative.
Employees will continually adjust work tasks, arrangements, and relationships, and this
reflects more job-crafting behaviors. Research hypotheses 1 and 2 are therefore proposed:

H1: Job autonomy positively influences employees’ job-crafting behavior.

H2: Work meaning positively influences employees’ job-crafting behavior.

Passion is defined as a strong tendency toward personal preference, which means that
an individual considers a behavior or task important and is willing to devote more material,
mental, and temporal resources to that behavior or task [49]. Houlfort and Vallerand [50] intro-
duced the concept of passion into the work context: work passion is the strong disposition or
willingness of an organizational member to perform a job that the individual likes or even
loves, considers important, and is ready to devote time and energy to. It is regarded as a
core characteristic of self-identity. Employee work passion comes from the cognitive and
emotional evaluation of work and the organization, which reflects a persistent, positive,
meaningful state of well-being. Strong positive emotions are the manifestation and experi-
ence that accompany work passion development. According to the different internalization
processes associated with different socio-environmental and personal factors, there are two
types of workplace passions: harmonious passion (HP) and obsessive passion (OP) [50].
Harmonious passion refers to the strong motivational disposition that an individual has
toward a task. Individuals with harmonious passions have the authority to choose their
participation in certain activities [51]. Consequently, harmonious work passion comes from
the internalization of an individual’s external motivation to engage in activity for his or
her identity. When individuals are able to freely choose to participate in an activity and
recognize the value of that activity, a motivational force is created that causes individuals
to engage in the activity voluntarily rather than being forced to do so. Individuals can also
experience a sense of pleasure and personal identity from the activity [50].

Harmonious work passion is formed through employees’ positive perceptions of
their job emotions and job characteristics, which results in high well-being and increased
willingness to work [52]. Social support and positive personal trait factors can also pos-
itively predict the emergence of a harmonious work passion [50]. Individuals who have
harmonious work passion generate lasting, beneficial work motivation and work behav-
iors [53,54]. They tend to be accompanied by positive and persistent states of happiness,
and consider work as a meaningful and rewarding experience [55,56]. Job autonomy and
work meaning, as two positive job characteristics, satisfy the basic psychological needs
of employees and can stimulate their enthusiasm and work engagement [57,58]. Positive
cognitive and emotional responses from harmonious work passion can broaden employees’
thinking and actions [59]. Passionate employees autonomously internalize their work as
part of their identity, and they tend to make proactive changes, such as increasing work
resources and response to work challenges [55,60], which in turn generate more job-crafting
behaviors. Therefore, research hypotheses 3 and 4 are proposed:

H3: Harmonious work passion mediates the relationship between job autonomy and employee
job-crafting behavior.

H4: Harmonious work passion mediates the relationship between work meaning and employee
job-crafting behavior.

Hannan and Freeman [61] defined organizational change as the process of breaking
structural inertia, through which an organization changes its original structure and pro-
duces a new one to adapt to the operating environment and avoid bankruptcy. However,
organizational change may not always be as disruptive as classical theories suggest. Chang-
ing the usual order, for some organizations, is a continuous growing process [62]. For
employees, when organizational change occurs, there are a series of chain reactions that
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lead them to re-evaluate the people and events in the changing environment and to re-think
future trends. The perceived change is further processed by employees to make their judg-
ments and take the appropriate initiatives [63]. Therefore, in response to organizational
change, employees seek cues from the environment to judge the meaning of the change.
Employees’ attitudes and behaviors are determined by their understanding of the change
situation and the impact that the change has on them [64]. The uncertainty associated with
organizational change can have a negative impact on some employees and create high
levels of stress. Some employees will consequently choose a cautious and conservative
approach to solving problems and avoid mistakes or errors. If there is a large gap between
the psychological expectation of change and reality, employee morale may be affected as a
result. Employees will be more inclined to quit their jobs, and there is a significant positive
relationship between employees’ perceived organizational change and their intention to
leave [65]. However, it has also been shown that many employees will view organizational
change as an attempt to change the status quo and an opportunity for individual develop-
ment [66]. In particular, when employees believe that change can improve organizational
effectiveness, they will adopt a positive attitude to support the implementation of change,
thereby increasing their commitment to their work and organization [67].

Lau et al. [68] noted that when organizations implement change activities, organi-
zational members all have specific expectations for the change and hope that managers
will provide some explanations for the change. Harmonious passion reflects the deep and
abiding love that individuals perceive in the workplace [69]. Employees who are harmo-
niously passionate about their work are always happy and excited at work, they tend to
have more confidence in the future of the organization and hope that organizational change
will improve efficiency and provide opportunities for personal growth, so they also tend to
make proactive changes to meet the new demands. The positive effect of harmonious work
passion on job-crafting behavior is stronger when the employee-perceived organizational
change is higher; therefore, research hypothesis 5 is proposed.

H5: Perceived organizational change positively moderates the relationship between harmonious
work passion and employee job-crafting behavior.

In the context of organizational change, individuals are faced with changes in their
work environment, work intensity, work content, and work atmosphere, which can generate
a certain amount of psychological stress [70]. Job autonomy and work meaning are both
resources that employees possess and can help them to identify an unfavorable external
environment and respond positively to make changes. Employees with high job autonomy
and work meaning tend to show more enthusiasm at work, value their jobs more, and are
often willing to put in more effort at work [50]. In addition, employees who are passionate
about their work are more likely to initiate personal self-regulation processes [71] and are
more adaptive in the face of organizational change. Although they may experience work
stress due to external factors, such as job insecurity and job uncertainty, they are more likely
to turn objective stress into positive motivation. They regard them as opportunities and
challenges at work, and actively change their tasks and work styles, or craft their work by
learning to enhance their skills. In addition, the positive experience at work will also lead
them to have better expectations for the organization’s future and to be more proactive in
making changes to meet the new requirements of the company in dynamic environment.
Therefore, the indirect effect of job autonomy and work meaning on job-crafting behaviors
through harmonious work passion is stronger when the employee perceived organizational
change is higher. Therefore, research hypotheses 6 and 7 are proposed:

H6: Perceived organizational change positively moderates the mediating effect of harmonious work
passion between job autonomy and employee job-crafting behavior.

H7: Perceived organizational change positively moderates the mediating effect of harmonious work
passion between work meaning and employee job-crafting behavior.
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3. Method
3.1. Participants and Sampling Procedure

This study tries to verify the influence mechanism of job autonomy and work meaning
on employee job-crafting behavior and the moderating effect of perceived organizational
change through an online survey of corporate employees in China. Questionnaire surveying
is a widely used method of information collection in management research because of its
convenience and efficiency [72,73]. Before the survey, all respondents were informed of the
purpose and procedures of the study. They were assured that all data from the study would
be used for academic purposes only. Respondents completed the survey anonymously
and were free to terminate answering the questionnaire at any time, and all incomplete
questionnaires were considered invalid. This study was ethically reviewed by the Research
Review Board of the Macau University of Science and Technology. All methods in the study
were performed in accordance with the Declaration of Helsinki.

The survey was conducted online through Wenjuanxing.com, a major online survey
platform in China. Most of the participants were from the Guangdong, Jiangsu, Hubei,
Hunai, Guizhou, and Guangxi provinces of China. To reduce the effect of common method
variance, data in this study were collected at one-month intervals. Time1:questionnaires
were collected through convenience sampling and were used to measure job autonomy,
work meaning, and perceived organizational change. A total of 500 questionnaires were
distributed, and 441 valid questionnaires were returned, with a valid return rate of 88.2%.
Time2: questionnaires were distributed to the same group of participants to measure
harmonious work passion, job-crafting behavior, and demographic characteristics. A total
of 441 questionnaires were distributed, and 318 valid questionnaires were returned, with a
valid return rate of 72.1%.

The demographic characteristics of the respondents in this study are as follows: In
terms of gender, males accounted for 49.1% (156) of respondents, females accounted for
50.9% (162) of respondents, and the gender ratio was relatively balanced. In terms of age,
employees less 25 years old accounted for 5.7% (18) of respondents, employees between
26 to 30 years old accounted for 21.7% (69) of respondents, employees between 31 to
35 years old accounted for 23.6% (75) of respondents, employees between 36 to 40 years old
accounted for 19.2% (61) of respondents, employees between 41 to 45 years old accounted
for 13.8% (44) of respondents, employees between 46 to 50 years old accounted for 7.2%
(23) of respondents, and employees more than 50 years old accounted for 8.8% (28) of
respondents. The age distribution of respondents was relatively balanced. The majority
of respondents were knowledge workers, and 75.2% (239) of respondents had bachelor’s
degrees or higher. In terms of marital status, 73% (232) of the respondents were married.
Respondents came from a wide range of industries, including manufacturing (24.2%),
services (19.5%), information technology (15.4%), finance (6.3%), and other industries.

3.2. Measures

Self-report scales were used in the study and measured with Likert 5-point scales from
“complete disagreement” to “complete agreement”. Spss 26, Amos24, and Process 3.4 were
used for data analysis.

3.2.1. Job Autonomy

Job autonomy involves the extent to which employees control and decide about work
methods, work arrangements, and work standards [23]. Job authority was measured with
a 7-item scale developed by Kirmeyer and Shirom [74], e.g., “I have the freedom to decide
how to do my job”. In this study, Cronbach’s alpha coefficient of this scale was 0.862.

3.2.2. Work Meaning

Work meaning is a psychological state and subjective perception, which emphasizes
the meaningful and valuable psychological feelings that employees experience in the
workplace [30]. Work meaning was measured with a 6-item scale developed by Bunderson
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and Thompson [75], e.g., “Sometimes I feel that I am destined to do this work”. In this
study, Cronbach’s alpha coefficient of this scale was 0.828.

3.2.3. Harmonious Work Passion

Harmonious passion is the strong motivational disposition that an individual has
toward activities at the workplace [51]. Harmonious passion was measured with a 7-item
scale developed by Vallerand et al. [76], e.g., “My work has given me a rich experience”. In
this study, Cronbach’s alpha coefficient of this scale was 0.882.

3.2.4. Job-Crafting Behavior

Job-crafting behavior is an employee-change behavior to align work with their own
choices, motivations, and preferences, which reflects the process of individual-initiated job
redesign in organization [77]. Job-crafting behavior was measured with a 13-item scale
developed by Petrou et al. [78], e.g., “I ask others to provide feedback on my performance”.
In this study, Cronbach’s alpha coefficient of this scale was 0.872.

3.2.5. Perceived Organizational Change

Perceived organizational change is the employee’s perception of changes in the organi-
zation in response to internal and external environments, through which the organization
can adapt to the new operating system and avoid bankruptcy [61]. Perceived organiza-
tional change was measured with a 13-item scale by Rafferty and Griffin [79], e.g., “Change
often happens in my organization”. In this study, Cronbach’s alpha coefficient of this scale
was 0.893.

3.2.6. Control Variables

Gender, age, education, and industry were considered as control variables. The classifi-
cation is as follows: gender (male and female); education (middle school, vocational school,
bachelor, master and doctor); industry (manufacturing, services, information technology,
finance, education, and other industries).

4. Results
4.1. Confirmatory Factor Analysis

Confirmatory factor analysis (CFA) was used to test the instrument’s validity. The re-
sult shows that the model fit of the five-factor model (job autonomy, work meaning, harmo-
nious work passion, job-crafting behavior, perceived organizational change) is acceptable
(χ2/df = 1.473, NFI = 0.903, CFI = 0.966, IFI = 0.967, RMSEA = 0.038, and RMR = 0.040),
which is better than alternative models. The model fit of the single-factor model is far
from acceptable (χ2/df = 6.807, NFI = 0.507, CFI = 0.544, IFI = 0.546, RMSEA = 0.133, and
RMR = 0.104). In addition, the common method deviation in the study is not a big concern.
In the composite reliability test, the CR values of the study variables range from 0.864 to
0.941 and are all greater than 0.8, which means that all the variables have good composite
reliability. In the convergent validity test, the AVE values of the study variables ranged
from 0.507 to 0.729 and are all greater than 0.5, which means that all the variables have
good convergent validity.

4.2. Descriptive Statistics and Correlation Analysis

The results of descriptive statistics and correlation analysis are shown in Table 1. When
controlling the effects of gender, age, education, and industry, job autonomy is significantly
associated with harmonious work passion (r = 0.508, p < 0.01), and job-crafting behavior
(r = 0.435, p < 0.01). Work meaning is significantly associated with harmonious work
passion (r = 0.484, p < 0.01), and job-crafting behavior (r = 0.390, p < 0.01). Harmonious
work passion is significantly associated with job-crafting behavior (r = 0.679, p < 0.01). In
addition, perceived organizational change is significantly associated with job autonomy
(r = 0.373, p < 0.01), work meaning (r = 0.566, p < 0.01), harmonious work passion (r = 0.448,
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p < 0.01), and job-crafting behavior (r = 0.428, p < 0.01). The preliminary correlation analysis
results support the research hypotheses.

Table 1. Mean, standard deviation and correlation statistics (n = 318).

Mean SD 1 2 3 4 5 6 7 8 9

Gender 1.51 0.501
Age 3.71 1.660 −0.150 **
Edu 3.17 1.134 −0.039 0.179 **
Indu 4.89 2.893 0.093 −0.022 −0.206 **

JA 3.36 0.689 −0.124 * 0.242 ** 0.135 * −0.078 (0.718)
WM 3.53 0.463 −0.185 ** 0.052 0.088 −0.108 0.338 ** (0.753)
HWP 3.58 0.684 −0.064 0.185 ** 0.092 −0.022 0.508 ** 0.484 ** (0.728)
JCB 3.60 0.767 −0.047 0.191 ** 0.121 * −0.014 0.435 ** 0.390 ** 0.679 ** (0.712)
POC 3.60 0.567 −0.195 ** 0.125 * 0.253 ** −0.047 0.373 ** 0.566 ** 0.448 ** 0.428 ** (0.854)

Note: ** p < 0.01, * p < 0.05; JA: job autonomy, WM: work meaning; HWP: harmonious work passion; JCB:
job-crafting behavior; POC: perceived organizational change.

4.3. Hypothesis Testing

As shown in Table 2, when controlling the effects of gender, age, education, and
industry, job autonomy shows a positive relationship with job-crafting behavior in model
4 (0.411, p < 0.001), and work meaning shows a positive relationship with job-crafting
behavior in model 6 (0.389, p < 0.001). Therefore, Hypotheses 1 and 2 are supported.

Table 2. Hierarchical regression test of mediating effect (n = 318).

Harmonious Work Passion Job-Crafting Behavior

M1 M2 M3 M4 M5 M6 M7 M8

Control varaibale
Gender 0.005 0.048 −0.018 0.016 0.013 0.049 0.019 0.030

Age 0.063 0.162 ** 0.172 ** 0.084 0.045 0.167 ** 0.066 0.063
Edu 0.019 0.029 0.092 0.058 0.046 0.068 0.049 0.019
Indu 0.021 0.035 0.011 0.030 0.018 0.041 0.019 0.017

Independent variable
JA 0.492 *** 0.411 *** 0.111 *

WM 0.486 *** 0.389 *** 0.087
Mediating variable

HWP 0.612 *** 0.622 *** 0.591 ***
Moderating variable

POC 0.169 ***
HWP X POC 0.110 **
R2 0.262 0.266 0.045 0.201 0.477 0.189 0.474 0.497
F 22.182 *** 18.804 *** 3.655 * 15.685 *** 47.238 *** 14.546 *** 46.643 *** 43.757 ***

Note: *** p < 0.001, ** p < 0.01, * p < 0.05; JA: job autonomy, WM: work meaning; HWP: harmonious work passion;
JCB: job-crafting behavior; POC: perceived organizational change.

Model 1, Model 4, and Model 5 validate the mediating effect of harmonious work
passion between job autonomy and employee job-crafting behavior with the approach
suggested by Baron and Kenny [80]. When controlling the effects of gender, age, education,
and industry, job autonomy has a significant positive relationship with harmonious work
passion (0.492, p < 0.001) and job-crafting behavior (0.411, p < 0.001). When simultaneously
considering the effects of the mediating and independent variables on the dependent
variable, harmonious work passion has a significant positive relationship with job-crafting
behavior (0.612, p < 0.001). The influence of job autonomy on job-crafting behavior is
decreased (0.111, p < 0.05). Therefore, the hierarchical regression analysis results suggest
that the effect of job autonomy on job-crafting behavior is partially mediated by harmonious
work passion. Thus, Hypothesis 3 is supported. Model 2, Model 6, and Model 7 validate
the mediating effect of harmonious work passion between work meaning and employee
job-crafting behavior. When controlling the effects of gender, age, education, and industry,
work meaning has a significant positive relationship with harmonious work passion (0.486,
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p < 0.001) and job-crafting behavior (0.389, p < 0.001). When simultaneously considering the
effects of the mediating and independent variables on the dependent variable, harmonious
work passion has a significant positive relationship with job-crafting behavior (0.622,
p < 0.001). The influence of work meaning on job-crafting behavior is not significant (0.087,
p > 0.05). Therefore, the hierarchical regression analysis results suggest that the effect of
work meaning on job-crafting behavior is fully mediated by harmonious work passion.
Thus, Hypothesis 4 is supported.

Model 8 validates the moderating effect of perceived organizational change between
harmonious work passion and job-crafting behavior. The hypothesis is tested by hierar-
chical regression analysis, in which the interaction term is introduced with the control
variables and the main effects. As shown in Table 2, the moderating effect of perceived
organizational change between harmonious work passion and job-crafting behavior is
significant (0.110, p < 0.01). When employees perceive a higher level of organizational
change, the impact of harmonious work passion on employee job-crafting behavior is
stronger. Thus, Hypothesis 5 is supported.

The results of the moderated mediating effect validation are shown in Table 3. The 95%
confidence interval of moderated mediating effect (0.089, 0.031) is [0.032, 0.154], and the in-
terval tested in bootstrapping excludes zero, which means perceived organizational change
positively moderates the relationship between job autonomy and employee job-crafting
behavior through harmonious work passion. At a low level of perceived organizational
change, the indirect effect of harmonious work passion between job autonomy and em-
ployee job-crafting behavior is significant (0.253,0.042), and the 95% confidence interval
excludes zero [0.172, 0.337]. At a high level of perceived organizational change, the indirect
effect of harmonious work passion between job autonomy and employee job-crafting be-
havior is also significant (0.354,0.050), and the 95% confidence interval excludes zero [0.259,
0.456]. When employees perceive a higher level of organizational change, the impact of job
autonomy on employee job-crafting behavior through harmonious work passion is more
significant. Thus, Hypothesis 6 is supported.

Table 3. Moderated mediating effect (n = 318).

Variable
Moderating Effect Moderated Mediating Effect

Effect SE p LLCI ULCI Index SE LLCI ULCI

Int_1 0.181 0.066 0.006 0.052 0.311 0.089 0.031 0.032 0.154
JA L 0.518 0.069 0.000 0.382 0.655 L 0.253 0.042 0.172 0.337

H 0.724 0.065 0.000 0.597 0.851 H 0.354 0.050 0.259 0.456

Int_1 0.186 0.067 0.006 0.054 0.317 0.130 0.066 0.268 0.010
WM L 0.542 0.070 0.000 0.405 0.679 L 0.389 0.061 0.270 0.509

H 0.753 0.063 0.000 0.629 0.877 H 0.540 0.073 0.402 0.687

Note: JA: job autonomy; WM: work meaning; LLCI: low level of 95% confidence interval; ULCI: upper level of
95% confidence interval.

The 95% confidence interval of moderated mediating effect (0.130, 0.066) is [0.268,
0.010], and the interval tested in bootstrapping excludes zero, which means perceived
organizational change positively moderates the relationship between work meaning and
employee job-crafting behavior through harmonious work passion. At a low level of
perceived organizational change, the indirect effect of harmonious work passion between
work meaning and employee job-crafting behavior is significant (0.389, 0.061), and the
95% confidence interval excludes zero [0.270, 0.509]. At a high level of perceived organiza-
tional change, the indirect effect of harmonious work passion between work meaning and
employee job-crafting behavior is also significant (0.540, 0.073), and the 95% confidence
interval excludes zero [0.402, 0.687]. When employees perceive a higher level of organi-
zational change, the impact of work meaning on employee job-crafting behavior through
harmonious work passion is more significant. Thus, Hypothesis 7 is supported.



Behav. Sci. 2023, 13, 493 10 of 16

5. Conclusions and Discussion
5.1. Theoretical Implications

In the era of rapid change, it is important for enterprises’ long-term development to
redesign work processes and systems that satisfy employee needs, and to stimulate their
harmonious work passion to engage in job-crafting behaviors [40]. This study explores
the influence mechanism of job autonomy and work meaning on employees’ job-crafting
behaviors and verifies the moderating effect of perceived organizational change through the
survey of employees in Chinese companies. The results show the following: Harmonious
work passion mediates the relationship between job autonomy, work meaning, and em-
ployees’ job-crafting behaviors. Job autonomy and work meaning can promote employees’
job-crafting behaviors by increasing individuals’ harmonious work passion. Perceived orga-
nizational change positively moderates the relationship between harmonious work passion
and employee job-crafting behaviors. Additionally, perceived organizational change posi-
tively moderates the mediating effect of harmonious work passion between job autonomy
and work meaning on employee job-crafting behaviors. The indirect effects of job autonomy
and work meaning on employee job-crafting behaviors through harmonious work passion
are stronger for individuals with high perceived organizational change relative to those
with low perceived organizational change.

This study’s findings again validate that positive work characteristics and resources
are helpful for individuals to demonstrate autonomous regulation and improved behav-
iors [81]. Job autonomy as a management practice allows employees to make decisions
about their own work by delegating authority and responsibility so that they can better
accomplish their work goals [25]. Job autonomy satisfies employees’ intrinsic needs, such
as gaining a sense of control and achievement, which can keep employees motivated and
enthusiastic at work [26]. Work meaning not only provides the goal of work but also
provides values and standards, through which employees can make judgments about their
own behaviors. It can stimulate motivation and positive work attitudes. The perceived
meaning of work can relieve work pressure, and enable employees to reduce helplessness
and confusion at work [82]. They will have more energy to pursue growth in the work-
place. Self-determination theory states that the satisfaction of individual’s basic needs
for autonomy, competence, and relationships are important factors in the generation of
proactive behaviors [83]. To a certain extent, if the workplace meets the individuals’ needs,
they are more likely to internalize autonomy in their personal identity and thus experience
a harmonious passion. Passion in the workplace comes from the cognitive and emotional
evaluation of the job or organization. When employees are in a work environment with
high job autonomy and meaningful work, they are prone to a positive psychological state as
well as a harmonious passion for work [58]. Passionate employees view these job character-
istics as positive job resources, and they tend to make proactive changes, such as increasing
job resources and accepting job challenges [55,60], which can generate more job-crafting
behaviors. Thus, job autonomy and work meaning can promote employees’ job-crafting
behaviors by increasing individuals’ harmonious work passion.

Organizational change can bring psychological uncertainty and job insecurity to
employees, and it requires their physical and psychological continuity of effort [84]. When
employees perceive a higher level of organizational change, it is generally accompanied by
high psychological stress. However, it does not mean that individuals are bound to resist
change. When employees believe that change can improve organizational efficiency and
promote personal growth, they will adopt a positive attitude to support the implementation
of change, which will increase work enthusiasm and organizational loyalty [85]. This study
also further validates the positive effects of perceived organizational change, especially in
a volatile, uncertain, complex, and ambiguous environment. Organizational change is a
transformation of the status quo and a break in organizational routine. Individuals need to
constantly adapt to changing requirements to reduce the likelihood of being eliminated
from the organization [86]. At the same time, change provides new opportunities for
individual development. When employees have favorable resources, they are more likely
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to play an active role in the changing environment. They are usually motivated to learn
new skills and put ideas into action to improve their work performance. Thus, under
highly perceived organizational change, positive work characteristics increase individuals’
confidence to change their status quo, which enhances their enthusiasm and willingness to
craft their work.

5.2. Practical Implications

In the VUCA world, organizational changes occur frequently and require employees
to respond to the uncertainty in the working environment in a more proactive manner [1].
When an organization changes, employees can cope and respond by seeking resources,
changing working ways, and critically solving problems. Job-crafting behaviors can im-
prove employees’ ability to adapt to the dynamic environment, accelerate familiarity with
new tasks, build new collaborative relationships, etc. It not only helps the organization
to improve its responsiveness to the VUCA environment and market information but
also promotes the career development of employees. Therefore, job crafting is a win–win
initiative that benefits both the organizations and their employees.

From an organizational perspective, organizations should concentrate on job redesign
to improve employees’ job autonomy and work meaning. Favorable working charac-
teristics are the prerequisite basis for motivating individuals to make positive changes.
Especially for knowledge workers, they pursue independence and their personal values,
and are more willing to choose challenging jobs than mechanical and repetitive tasks. Their
intrinsic need for self-control can be satisfied if they have more autonomy in terms of work
processes, methods, tasks, etc. In addition, with the continuous development of the times,
working has become more and more important to people in terms of its meaning and
value. A job is no longer only regarded as a way to obtain financial rewards, but also as
an approach to realize one’s self-worth, express one’s own assertion, and enhance one’s
well-being. When assigning work tasks, companies should take into account employees’
personal preferences and let them perform the work that they like, if possible. At the same
time, through in-depth communication, job value and importance can be transmitted to
employees to improve their recognition of the existing work. Furthermore, organizations
can create a climate of change. In the VUCA era, organizations face an unstable, uncertain,
complex, and ambiguous market environment, where organizational change is the norm for
survival. Organizations need to make their employees aware of the crisis and emphasize
the importance and necessity of change. While some employees may be resistant to change
and refuse to make adjustments, a climate of change can help identify relatively rigid
employees and help them change their attitudes to accept change. Meanwhile, through the
cultivation of crisis awareness, employees are encouraged to proactively use advantageous
work resources to accomplish job crafting under a highly competitive and uncertain envi-
ronment, which not only helps individual employees to cope with changes but also helps
the organization to form strategic advantages.

From the employee’s perspective, the organization’s resources should be actively
utilized to accomplish job crafting. Today’s era is dominated by high competition and
uncertainty, and the COVID-19 epidemic has led to many changes in the workplace. New
requirements for job tasks and skills have accelerated the elimination of traditional work
patterns. It requires employees to be prepared with more diverse skills and to take the
initiative to creatively respond to challenges. Employees need to learn to adapt and adjust
to the rapid changes in the environment. In order to ensure job security, employees should
make full use of the available resources currently, and constantly adapt to maintain a high
level match with their organization and job. Individuals need to strive to be highly resilient
and valuable employees [87]. In addition, job crafting can also provide individuals with
opportunities for career advancement. Employees can derive greater satisfaction from their
jobs by changing their perceptions and understanding of their jobs. They can also take
proactive actions to change work tasks and relationships, which can assist individuals in
gaining more success at work. So, job crafting not only meets organizational expectations
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for employees in times of VUCA, but is also an effective means for employees to cope with
high uncertainty and competition at the workplace.

From the community’s perspective, when employees perceive passion about their
work because of job autonomy and meaning, they are willing to make positive changes
to meet the requirements of the organization through job crafting. At the same time, em-
ployees will also experience career satisfaction and organizational belonging in the process.
This is a virtuous circle, which not only helps the organization retain qualified employees
but also reduces the local unemployment rate and maintains social stability. In addition,
employees can bring positive feelings in the workplace back to their families. Apart from
providing financial support to family members, employees can share with them their gains
and achievements in the workplace [88]. This helps to maintain a harmonious family
relationship and to gain more understanding from family members, which can reflect the
mutual facilitation of family and work.

6. Limitations and Future Study

There are some limitations in this study. In terms of sample characteristics, the re-
spondents in this study are mainly knowledge employees. Their work is characterized by
complexity, creativity, and challenge. They are also more sensitive to the competitive envi-
ronment and have higher expectations for their career development and personal growth.
Knowledge employees are more willing to turn work pressure into work motivation, and
take the initiative to respond to change. Both intention and desirability of job crafting
are more significant in this group. Therefore, there may be external validity issues in this
study, and further validation is needed to extend the findings to non-knowledge workers.
Secondly, due to the constraints of research resources, self-report scales were used in this
study. The effect of common method variance was tested with a one-factor confirmatory
factor analysis, which can also have an impact on the study findings. Finally, in this study,
job-crafting behavior is explained only from the perspective of job autonomy and work
meaning, but as an initiative of individual change in self-perception and behaviors under
organizational internal and external environment, the formatting mechanism of job crafting
is complex. Environmental characteristics, organizational characteristics, leading charac-
teristics, and employee characteristics should all have some influence and can be further
discussed in future studies.

Responding to the challenges of VUCA environment is essential to the survival of
organizations and employees. Over the past decade, job crafting research has gained
widespread attention in academia. Organizations are also constantly attempting to promote
proactive adaptation among employees with positive work resources, help them cope with
the work pressure from the environment, and enhance their sense of accomplishment.
Promoting active and positive job crafting is of great value to the employees as well as their
companies, which are win–win management practices. Future research is needed to further
explore the antecedents, consequences, and boundary conditions of job crafting in order to
better support employees and meet the challenges of the VUCA Times.
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